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Abstract 
The dual purposes of this field study were to ascertain the 
legistative , court, and administrative rule requirements for equal 
employment opportunity and affirmative action for the newly created 
Illinois Vocational Student Services Network and to develop equal 
employment opportunity and affirmative action policies for the 
network . The findings of this field study are applicable to 
Educational Service Regions in the State of Illinois and projects, 
entities, or programs that utilize Educational Service Regions as 
fiscal agents. With minor modifications, the affirmative action 
policy could be utilized by school districts and other public 
agencies. 
The study is divided into five major sections. The section 
entitled The Problem provides background material and states the 
problem and delineates the limitations of the study. The section 
entitled Review of Legislation, Administrative Rules and Court Cases 
reviews the sources as they impact equal employment opportunities and 
affirmative action policies. The section entitled Design of Study 
explains how the study was organized. The following section entitled 
Development of Necessary Policies and Procedures explains the 
necessity for each section, states the policy, and lists an 
implementation schedule. The final section, entitled Conclusion and 
Recommendations, draws upon the literature review to make specific 
recommendations. 
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The Problem 
In February, 1988, the Illinois State Board of Education (ISBE), 
through the Department of Adult, Vocational and Technical Education 
(DAVTE), issued a request for proposals for Career Guidance and 
Counseling and Building Fairness (Sex Equity) . The request for 
proposals called for significant changes in the organization and 
mission of Career Guidance and Counseling and Building Fairness . In 
response to this request, one educational unit will administer Career 
Guidance and Counseling and Building Fairness for Illinois . Each 
consultant team composed of one Career Guidance and Counseling 
Consultant and one Building Fairness Consultant is employed in each 
of the six DAVTE regions (see Appendix A) and one additional team 
serves Lake and Cook counties. 
A coalition of seven regional superintendents, headed by Charles 
N. Sutton, Regional Superintendent for Champaign and Ford Counties, 
submitted a proposal to the ISBE/DAVTE. The proposal established a 
network that used existing educational systems, such as regional 
superintendents and Educational Services Centers, to institutionalize 
Career Guidance and Counseling and Building Fairness. A director was 
employed and charged with the administrative tasks listed in the 
proposal to ensure that the network function. (Barrett, Smoot, 
1988) . 
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ISBE/DAVTE decided in July, 1988, to fund the regional 
superintendents' proposal . The Illinois Vocational Student Services 
Network (IVSSN), under the direction of the fiscal agent, Charles N. 
Sutton, employed the author of this study as director. The IVSSN 
employs a statewide network of 14 consultants. The project is 
supported by ISBE/DAVTE with federal funds. Guidelines from these 
funding agencies require the IVSSN to adhere to affirmative action 
and equal opportunity employment practices. 
Statement of Problem 
The IVSSN had brief equal employment opportunity and affirmative 
action policies that had to be expanded to encompass the statewide 
scope of the project. As a result, the development of comprehensive 
equal employment opportunity and affirmative action policies was 
deemed necessary by the fiscal agent. 
Limitations of this study 
1. The equal employment opportunity policy and procedures and 
the affirmative action policy and procedures developed are limited to 
the IVSSN. 
2. The discussion of the Civil Rights Act of 1964, Title VI and 
Title VII, Title IX of the Education Amendment of 1972 , Human Rights 
Act of 1981, Illinois Administrative Code, cited court cases and the 
Champaign Community Unit School District No. 4 policy are limited to 
equal employment opportunity and affirmative action. 
3. The discussion of all materials reviewed is limited to the 
public sector. 
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4. The literature and related research components of this field 
study are limited to the statutes, administrative rules and 
·· regulations, and court cases applicable to the development of the 
affirmative action policy and procedures that directly impact the 
IVSSN. 
Project Objectives 
1 . The IVSSN will develop written equal employment opportunity 
and affirmative action policies. 
2. The IVSSN will develop written administrative procedures for 
the enforcement of the equal employment opportunity and affirmative 
action policies. 
3. The equal employment opportunity and affirmative action 
policies will conform to state and federal legislation, court cases, 
and administrative code. 
4. The policies will gain the acceptance of the fiscal agent. 
5. The policies will be disseminated to employees, applicants, 
ISBE, and the steering committee for the IVSSN. 
Definitions 
The following terms are defined for purposes of this field study: 
Age--"the chronological age of a person who is at least 40 years 
old . " (Human Rights Act, 1981) . 
Handicap--"determinable physical or mental characteristics of a 
person, including but not limited to, determinable physical 
characteristics which necessitate the person's use of a guide, 
hearing or support dog; the history of characteristic or the 
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perception of such characteristic by the employer, which may result 
from disease, injury, congenital condition of birth or functional 
disorder and which characteristic is unrelated to the person's· · 
ability to perform the duties of an IVSSN consultant." (Human Rights 
Act, 1981) . 
Marital Status--"the legal status of being married, single, 
separated, divorced or widowed . " (Human Rights Act, 1981). 
National Origin--"the place in which a person or one of his or 
her ancestors were born. " (Human Rights Act, 1981) . 
Person--individual. 
Protected groups--people 40 years of age or older, handicap, 
national origin groups, racial groups, religious groups, ancestry 
groups, or group that is unfavorably discharged from the military. 
Public Contract--"any contract the State of Illinois is a party 
to." (Human Rights Act, 1981) . 
Race--"White, Black and other, excluding Hispanics; other 
includes Asian or Pacific Islander, American Indian and Alaska 
native. Hispanic includes all persons of Hispanic origin regardless 
of race." (Human Rights Act, 1981). 
Religion--"includes all aspects of religious observance and 
practice as well as belief." (Human Rights Act, 1981). 
Sexual harassment--"unsolicited sexual advances, sexual advances 
linked to the promise of rewards, coercion by punishment and sexual 
assault." (Human Rights Act, 1981). 
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Unfavorable Military Discharge--"includes unfavorable discharge 
from the Armed Forces of the United States, their Reserve components 
or any National Guard or Naval Militia which are classified as RE-3 
(Unfavorable) but does not include those classified as RE- 4 or 
Dishonorable." (Human Rights Act, 1981). 
"Unlawful Discrimination--"failure to employ a person because of 
his or her race, color, religion, national origin, ancestry, age, 
marital status, handicap, or unfavorable discharge from military 
service." (Human Rights Act, 1981). 
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Review of Legislation, Administrative Rules and Court Decisions 
The IVSSN is funded through the Carl D. Perkins Act (federal 
funds) that flow through the ISBE . ISBE/DAVTE guidelines require all 
contractors to be equal employment opportunity and affirmative action 
employers . (Project Management Handbook, 1989). This chapter reviews 
the IVSSN as a legal entity, the appropriate federal and state 
legislation, court cases, and State Administrative Code that impact 
affirmative action employment policies. 
Review of Legislation 
The Honorable Charles N. Sutton, Regional Superintendent for 
Champaign and Ford Counties, as fiscal agent and personnel director 
of the IVSSN, retains the final approval of employment and discharge 
of all employees of the IVSSN . (Barrett, Smoot, 1988) . Mr . Sutton 
is an elected officer of the State of Illinois acting within the 
power and scope of the office he holds. As a result, it is the legal 
opinion of the Illinois Municipal Retirement Fund and the Champaign 
County Assistant State's Attorney that the IVSSN is an extension of 
his office contracting with the state agency, ISBE. Thus, the 
attorneys for those agencies concluded that the IVSSN is under 
mandates for state agencies. 
Human Rights Act of 1981 
The Human Rights Act of 1981, as amended in 1987, establishes 
rules and regulations to prohibit discrimination in employment on the 
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basis of race, color, religion, sex, national origin, ancestry, age, 
marital status, physical or mental handicap, unfavorable discharge 
from military service, or sexual harassment . The act further states 
in 22,422.05 Sec. 2- 105 Paragraph B: 
"(B) State Agencies. Every State executive department, board, 
commission, and instrumentality shall: 
(1) Comply with the procedures and requirements of the 
Department's regulations concerning equal employment 
opportunities and affirmative action; 
(2) Provide such information and assistance as the Department 
may request. 
(3) Establish, maintain, and carry out a continuing affirmative 
action plan consistent with this Act and the regulations of the 
Department designed to promote equal opportunity in every aspect 
of agency personnel policy and practice. This plan shall include 
a current detailed status report: 
(a) indicating, by each position in State service, the number, 
percentage, and average salary of individuals employed by race, 
national origin as required by Department rule, sex and handicap, 
and any other category which the Department may require by rule; 
(b) identifying all positions in which the percentage of the 
people employed by race, national origin as required by 
Department rule, sex and handicap, and any other category which 
the Department may require by rule, is less than four-fifths of 
the percentage of each of those components in the state work 
force; 
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(c) specifying the goals and methods for increasing the 
percentage by race, national origin as required by Department 
rule, sex and handicap, and any other category which the 
Department may require by rule, in State Positions; 
(d) indicating progress and problems toward meeting equal 
employment opportunity goals." (See Appendix B for complete act) 
Therefore, the IVSSN is required to be an equal employment 
opportunity and affirmative action employer. 
Civil Rights Act of 1964 
The Civil Rights Act of 1964 is viewed as far-reaching civil 
rights legislation. The law encompasses many sections, such as (a) 
Title II dealing with discrimination in public accommodations, (b) 
Chapter 8 and Title VI dealing with discrimination in 
federally-assisted programs, and (c) Title VII dealing with 
discrimination in employment. The two sections which impact the 
IVSSN are Title VI and Title VII . 
Title YI 
(Eisenburg, 1987) . 
This Title prohibits discrimination in any program receiving federal 
assistance. §601 states (42 u.s .c., §2000c- 2): "No person in the 
United States shall, on the grounds of race, color, or national 
origin, be excluded from participation in, be denied the benefits of, 
or be subjected to discrimination under any program or activity 
receiving federal financial assistance ." 
The IVSSN program is funded through federal monies. Therefore, 
under Title VI, the IVSSN must not discriminate against a person for 
any of the reasons listed above. 
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Title YII 
This Title specifically deals with the prohibition of discrimination 
in employment. It states, in §703 (42 U. S.C. § 2000 e-2): 
"(a) Employer Practices--It shall be an unlawful employment 
practice for any employer--
( l) to fail or refuse to hire or to discharge any individual, or 
otherwise to discriminate against any individual with respect to 
his compensation, terms, conditions, or privileges of employment 
because of such individual's race, color, religion, sex, or 
national origin; or 
(2) limit, segregate or classify his employees or applicants for 
employment in any way which would deprive or tend to deprive any 
individual of employment opportunities or otherwise adversely 
affect his status as an employee, because of such individual's 
race, color, religion, sex or national origin . " 
Because the IVSSN is required to adhere to regulations specified 
under Title VI, the project is also governed by Title VII. 
Title IX 
This title, included in the Education Amendments of 1972 (20 
U.S.C. 1681 et seq.), extends prohibition of discrimination in 
federally-assisted programs to include discrimination on the basis of 
sex. Two sections specifically affect the IVSSN. They are: 
§1681 Sex 
"(a) No person in the United States shall, on the basis of sex, 
be excluded from participation in, be denied the benefits of, or 
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be subjected to discrimination under any education program or 
activity receiving Federal financial ass i stance; 
(c) For purposes of this chapter an educational institution means 
any public or private preschool, elementary or secondary school, 
or any institution of vocational, professional or higher 
education ." 
Legislative Summary 
The l egal opinions the IVSSN received classified the IVSSN as a 
part of a state government office en~ering into a contract with the 
ISBE, a unit of state government. Therefore, the IVSSN falls under 
the provision of the Human Rights Act of 1981. This act mandates 
that the IVSSN be an affirmative action employer and specifies that 
equal employment opportunity and affirmative action policy and 
procedures be developed by the IVSSN. The IVSSN is a federally 
funded project, thus, the Civil Rights Act of 1964 Titles VI and VII 
and the Education Amendments of 1972 Title IX also prohibit 
discrimination in employment and require the IVSSN to be an equal 
opportunity employer. 
Reyiew of Major Court Decisions Affection Affirmative Action 
Swann ys. Charlotte- Mecklenburg Board of Education (402 U.S. 1,91 
S. Ct. 1267, 28 L.Ed 2d 554 (1971)). This Supreme Court case upheld 
a district's right to use an affirmative action plan to achieve a 
ratio of black students to white students. Chie f Justice Burger 
writing for the majority stated that school authorities " are 
traditionally charged with broad powers to formulate and implement 
educational policy and might well conclude, for example that in order 
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to prepare students to live in a pluralistic society each school 
should have a prescribed ration of Negro to white students reflecting 
the proportion of the district as a whole" (Swann, 1971, p. 559) and 
that to "do this as educational policy is within the broad 
discretionary powers of school authorities."(p. 559) But absent a 
finding of constitutional violation, ·however, that would not be 
within the authority of a federal court. 
The significance of this case is stated by Morris in his 
commentary on "Affirmative Action and Quota System". "It is clear 
that school authorities have constitutional power to use a racial 
classification in certain kinds of affirmative action programs and to 
use them under circumstances where their use would be prohibited to 
the federal courts, absent a finding of a constitutional violation. " 
(Morris, 1987, p. 1205) 
The Regents of the University of California ys . Bakke (438US265, 
57L.ED.2D 750, 17F.E.P.Cas BNA (1000, 1978)). This case involved an 
admissions policy at the University of California that set quotas for 
minority students to be admitted into medical school. Bakke brought 
suit claiming that he was a victim of reverse discrimination. The 
United States Supreme Court ruled that quota- type preference for race 
was unconstitutional and violated the intent of Title VII and the 
Civil Rights Act of 1964. It is important to note that the court 
stated that consideration of race as a selection criteria was 
permissible . Further, it allowed for the setting of objectives and 
broad goals. 
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Firefighters Local Union 11784 vs . Stotts (467US561, 21L . ED.3D 
483, 34F.E.P.Cas BNA (1702, 1984)). This 1984 U.S. Supreme Court 
decision should be understood for what it does do and what it does 
not do . The case involved the fire department and the City of 
Memphis. The parties had agreed to enter into a consent decree to 
increase the number of minority workers in the fire department. The 
plan set out to correct past discrimination through the joint 
establishment of hiring practices and promotional goals . One year 
after the consent decree was entered, unforeseen budget deficits 
resulted in layoffs. A federal district court enjoined the seniority 
system from being utilized in the layoffs. This was done to protect 
the newly hired minority workers. The Supreme Court ruled that the 
court had no authority to negate a bona fide seniority system. 
The importance of this case is that it deals with the 
non- voluntary nature of the order by the court. The Supreme Court 
recognizes that voluntary actions, as noted in other Supreme Court 
cases, are acceptable and that seniority systems may be altered by 
agreements between management and labor for the purpose of correcting 
racial discrimination of the past. 
United Steel Workers of America vs . Weber (433U.S. 193,61L.ED. 2d 
480, 20 F . E.P . CAS (BNA) 1 (1979)). This private sector case upheld 
the right of parties to enter into voluntary affirmative action 
plans . The U.S . Supreme Court cited several factors as necessary for 
this affirmative action plan to be valid. They were: 
1. A history of discrimination against Blacks was evident. 
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2. The intent of the plan was remedial. 
3. The agreement was voluntary between the company and union . 
4 . The 50- 50 quota established for the apprenticeship was viewed 
as reasonable and did not unreasonably restrict the rights of 
whites from entering the apprentice program. 
5. The plan was temporary. 
These five factors are still considered the criteria for judging 
the acceptability of an affirmative action plan in the private 
sector. 
Krornnick vs . School pistrict of Philadelphia , (739 F 2d 894, 35 
F.E.P.Cas. (BNA 538) (3d cir. 1984)) . This U.S. Supreme Court case 
upheld the school district's policy of hiring minority teachers using 
a ratio, because the policy was temporary, reasonable, and 
voluntarily entered into by the school district and the union. The 
judicial significance of this case is that it extends the Weber 
criteria to the public sector. 
Wygant vs . Jackson Board of Education, (476 U.S.267, 90 L.Ed . 2D 
260 , 40 F.E.P.Cas (BNA)l321 (1986)). This U.S. Supreme Court case 
challenged the constitutionality of a school district entering into a 
collective bargaining agreement that had a provision to lay off 
teachers based on a quota system designed to alleviate past social 
discri mination . The Reagan Administration entered the case through 
the Justice Department as Arnecus and requested the court to rule "an 
explicit Board admission or judicial determination of culpability 
before the Board could undertake a race-conscious remedial plan ." 
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The Court rejected the arguments and reaffirmed the right of public 
employers to establish affirmative action plans based upon good 
reason. 
Johnson ys . Transportation Agency. Santa Clara County, (480 U.S. 
616, 94 L.Ed.20. 615, 43 F.E.P.Cas . (BNA) 411 (1987)). This case 
challenged the action of the Agency in promoting a woman to a 
position over a more qualified man where women were significantly 
under- represented in the specific job classification. The Court in 
affirming the action reaffirmed the Weber criteria. The Court noted 
the essential factors as : 
1 . The plan was voluntary. 
2 . There were no quotas or numbers, but instead short range 
goals that were reviewed and adjusted annually . 
3. The agency demonstrated a "manifest unbalance" and was 
therefore correct in its actions. 
The Agency's plan of affirmative actions was classified as a 
"moderate, flexible, case- by-case approach to effecting a gradual 
improvement in the representation of minorities and women in its work 
force." (Johnson, 1987, p. 417) 
Hammon vs. Barry, (826 F.2d 73, 44F.E.P.Cas. (BNA) 869 
(D.C.Cir.1987)). At the center of this case was the 
constitutionality of a sixty-percent quota for hiring blacks for the 
fire department of the District of Columbia. The court ruled that 
this "rigid" quota violated the equal protection provision in the 
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fifth amendment to the United States Constitution. An analysis of 
the Court decision stated that the "race-based hiring methods were 
not properly tailored to its remedial purposes". (Hammon, 1987, p . 
873). 
Janowiak vs. Corporate City of South Bend, (836 F.2d 1034, 45 
F.E.P .Cas . (BNA) 973 (7th Cir . 1987)). The city's affirmative action 
plan was thrown out because it did not stand up to the "manifest 
unbalance" requirement. The reason for the court decision was 
"because the statistical comparisons upon which the city based its 
plan focused not on the relevant qualified area labor pool but on 
general populations status . " (836 F . 2d at 1039- 1040). 
Martin vs. Wilks (109 S.Ct . 2180 (1989)) . In this case the 
Supreme Court limited the effectiveness of the affirmative action 
consent decree. The court ruled that employees who were not a party 
to a consent decree but were effected by the decress could file suite 
charging reverse discrimination. The significance of the case for 
this study is that it "does not stop public agencies from entering 
appropriate voluntary affirmative action programs " . (Sendor, 1989) 
Summary of Court Cases. The Swan, Johnson and Martin decisions all 
uphold the right of public agencies to adopt aff irrnative action 
policies and programs without demonstrating a history of 
discrimination against a minority. The Johnson and Janowiark 
decisions also demonstrate that affirmative action plans must show 
"manifest unbalance" in specific job classifications before specific 
goal oriented action may be taken. The action must be short term and 
targeted to remedy the manifest unbalance. As the result of the 
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Bakke and Hammon decisions the setting of quotas to accomplish 
affirmative action goals has not been accepted . The results of these 
decisions provided direction for the development of the IVSSN 
affirmative action policy. 
I llinois Administrative Code 
In Chapter II, § 2520 Appendix A~ the elements of an affirmative 
action plan are listed and divided into seven sections . 
Part I lists the following sections: 
A. A completed Equal Employment Opportunity/Affirmative Action 
Certification Form; 
B. An agency EEO/AA policy statement signed by the Chief 
Executive Officer; 
c. An agency profile statement, describing the mission of the 
agency and its specific EEO/AA problems and needs; 
D. Identification of the agency's primary EEO Officer and 
his/her work location and telephone number; 
E. An organizational chart depicting the agency personnel at all 
levels responsible for implementing and monitoring the agency's 
affirmative action plan; and 
F. A description of the methods to be used in accomplishing both 
internal and external dissemination of the agency's affirmative 
action policy and plan . 
For purposes of IVSSN policy, one significant change occurs in 
Section A. The IVSSN was instructed by the Equal Employment 
Opportunity Commission not to fill out or complete any Equal 
Opportunity/Affirmative Action Certification Form. (Whittfield, 
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Personal communications, July 5, 1989). Whittfield viewed Mr. 
Sutton' s office as an extension of the ISBE . This opinion was 
re-enforced by the written legal opinion of the Illinois Municipal 
Retirement Fund and the Champaign County Assistant State's Attorney . 
They have ruled that the ISBE Equal Opportunity/Affirmative Action 
Certification applies. 
Part II of the Administrative Code explains internal and external 
workforce analysis . In Appendix C the statewide external figures are 
provided . External analysis consists of one category for IVSSN 
consultants , Professional Specialty . (Davidson, Personal 
communications, May 15, 1989) . The statistics in Appendix C are 
utilized to determine "the number of minorities (who compose at least 
two percent of the State's general population as determined by 
methodology determined to be appropriate by the Department) and 
females available to the workforce of the agency, calculated 
according to methodology determined to be appropriate by the 
department . " (Illinois Administrative Code, (1984) , Chapter 11, 
§2520 Appendix A) . The internal workforce can not be determined 
until people are employed . 
Part III of the code defines the development of goals and 
timetables determined to be necessary if areas of concern are noted 
in the agency' s internal and external workforce analysis . 
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Part IV states that the agency must include procedures to address 
charges of discrimination in the affirmative action policy . The 
policy must also include a statement informing employees of their 
rights. 
Part v extends the affirmative action policy to include the 
handicapped. The various sections extend specific protection in 
recruitment policy, application process procedures, reasonable 
accommodations, and physical accessibility for employment. 
Part VI states that any federal text that adds additional Equal 
Employment Opportunity/affirmative action requirements to the agency 
must be stated. 
Part VII is the appendix listing all supportive data. 
These are the required criteria for equal employment opportunity 
and affirmative action policies and procedures in Illinois. All 
parts are included in the IVSSN affirmative action policy and 
procedures. 
Affirmative Action Model 
Mr . Charles Kent, Personnel Director for Champaign Unit 4, 
suggested the IVSSN use a model of an established affirmative action 
policy. (Kent, Personal communications, April 10, 1989) . The model 
chosen was Champaign Unit 4's affirmative action policy and 
appropriate procedures (See Appendix D) . 
Uniqueness 
The IVSSN was established as an entity on August 1, 1989. 
Therefore it had no prior employment history. This factor, in light 
of the court cases discussed, is important. With no employment 
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history, it is an impossible to have a prior history of 
discrimination. As a public entity, the IVSSN is required to adopt 
equal employment opportunity/affirmative action policies and 
procedures . The IVSSN policies reflect utilization of uniform and 
fair screening and interviewing methods, in order to select the best 
candidates possible. This avoids any disparate effects or claims of 
reverse discrimination by non-minority groups or individuals. 
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Design of Study 
The purpose of this field study was to design appropriate equal 
employment opportunity and affirmative action policies and procedures 
for the IVSSN. It was centered upon review of legislation, court 
cases, and administrative code that dealt with the development of 
equal employment opportunity policy and procedures and affirmative 
action policy and procedures . The material reflects legal 
requirements that a local public agency, such as the IVSSN, is 
required to follow . 
Analysis of the material demonstrated that the IVSSN was legally 
obligated and within its legal rights to adopt equal employment 
opportunity policy and procedures and affirmative action policy and 
procedures. The literature was then utilized to develop appropriate 
policy and procedures. The Champaign Unit 4 equal employment 
opportunity policy and affirmative action policy and procedures 
served as a model (see Appendix D) . The conclusions and 
recommendations of this field study are presented in the final 
chapter . 
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Development of Necessary Policies and Procedures 
The review of the legislation, court decisions and administrative 
rules clearly establish that the IVSSN must develop equal employment 
opportunity and affirmative action policies. The IVSSN is an 
extension of the Champaign/Ford Regi9nal Office of Education . The 
IVSSN fulfills a contract for the ISBE which uses federal money . 
Therefore federal legislation, the Civil Rights Act of 1964, Title VI 
§601 and Title VII §703 , and the Educational Amendments of 1972 Title 
IX §1681 and state legislation, Human Rights Act of 1981 22,422.05 
Sec . 2- 195 as intrepreted by administrative rules and court decisions 
require the IVSSN to be an equal opportunity employer . The Human 
Rights Act of 1981 and the ISBE, through provisions of the grant, 
requires the IVSSN to be an affirmative action employer . 
A review of the court cases established the IVSSN also has the 
right to enter into an equal employment opportunity and affirmative 
action program. Supreme Court cases of Swan, Johnson and Martin 
uphold the right of public agencies to enter into affirmative action 
programs without being ordered to by a court or to correct a past 
practice. 
The Human Rights Act of 1981 in Section 2-105 (B) (See Appendix 
B) lists the components and necessary actions that must be taken by 
state agencies or instrumentalities to comply with equal employment 
opportunity and affirmative action mandates. These actions are 
further defined in Illinois Administrative Code Chapter 11, §2520 
Appendix A (listed on pages 13-15) . This section explains seven 
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specific steps that must be utilized in the development of equal 
employment opportunity and affirmative action policies and 
procedures. 
General Personnel Policy 
A general personnel policy statement to prohibit discrimination 
in all personnel matters is required by Section 2-105 B 3 of the 
Illinois Human Rights Act of 1981. The Champaign Community Unit 
School District No. 4 General Personnel Policy meets this 
requirement. The IVSSN General Personnel Policy is derived from Unit 
4 policy. 
IYSSN General Personnel Policy 
It shall be the policy of the Illinois Vocational Student 
Services Network to prohibit discrimination against any employee on 
account of race, color, creed, religion, national origin, ancestry, 
sex, age, marital status, physical or mental handicap unrelated to 
ability, or unfavorable discharge from the military. The prohibition 
against discrimination on account of .sex is also intended to bar 
sexual harassment in any form. 
Sexual harassment is defined as unsolicited sexual advances, 
sexual advances linked to the promise of rewards, coercion by threat 
of punishment and sexual assault. 
When there is evidence of violation of this policy or violation 
of provisions of Title VII or Title IX as they apply to sex 
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discrimination, the Fiscal Agent/Personnel Director shall take 
appropriate action, including warning and/or disciplinary action as 
warranted . 
General Personnel--Non-Discrimination Procedures 
The procedures restate the policy and state steps to process 
charges of discrimination. The steps are mandated by the Illinois 
Administrative Code Chapter 11, §2520 Appendix A, Part IV. The 
Champaign Community Unit School District No. 4 model was modified to 
reflect the IVSSN organization. 
Chart) 
(See Appendix E: Organizational 
IVSSN General Personnel--Non-Discrimination Procedures 
It shall be the policy of the IVSSN to prohibit discrimination in 
employment procedures or against any employee on account of race, 
color, creed, religion, national origin, ancestry, sex, age, marital 
status, physical or mental handicap unrelated to ability, or 
unfavorable discharge from the military. The prohibition against 
discrimination on account of sex is also intended to bar sexual 
harassment in any form. 
Sexual harassment is defined as unsolicited sexual advances, 
sexual advance linked to the promise of rewards, coercion by threat 
of punishment and sexual assault. 
Any employee who believes he/she has been discriminated against 
by any supervisor or other employee may immediately notify the 
director, or if the director is alleged to have discriminated, the 
Fiscal Agent/Personnel Manager may be notified . Such notice shall be 
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in writing and contain a summary of the nature of the discriminatory 
conduct alleged. A copy of the notice should be sent the Fiscal 
Agent/Personnel Manager. 
After receiving notice of discrimination, the Fiscal Agent or 
designee shall convene a hearing within ten (10) working days to 
ascertain the facts of such alledged discriminatory conduct . If the 
complaint is justified, appropriate disciplinary action should be 
taken . 
General Personnel--Affirmatiye Action 
The policy states the IVSSN will be an equal opportunity employer 
and recognizes that the IVSSN is an affirmative action employer and 
commits to meet requirements set forth in the Human Rights Act of 
1981 Section 2-105 B 3 and the Illinois Administrative Code Chapter 
11, §2520 Appendix A. The Champaign Community Unit 4 policy provided 
a model. The model was adapted to reflect that the IVSSN had no 
employment history and therefore had no past practices that resulted 
in discrimination or adverse impact upon any group. 
IYSSN General Personnel--Affirmatiye Action 
Affirmative action policy. The ultimate goal of the IVSSN is the 
maintenance of the highest possible professional and academic 
standards in its educational programs and services . In order to meet 
this goal, the IVSSN affirms and strictly adheres to its policy of 
equal opportunity in all aspects of employment . 
The IVSSN recognizes that, in order to ensure that applicants for 
employment and employees with appropriate qualifications and 
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responsibilities are afforded equal employment opportunities, it must 
also take reasonable action: 
(1) to eliminate the effects of any present practices, 
procedures, and policies that have an adverse impact upon a 
protected group unless such practices, procedures, or policies 
are justified by a business necessity; and 
(2) to avoid the results of any available artificially limited 
labor pools. 
Accordingly, the IVSSN shall have the director develop an 
affirmative action plan, which shall contain a set of specific and 
result-oriented procedures in order to accomplish these goals, based 
upon the guidelines set forth below . Additionally, the IVSSN commits 
itself to apply a good faith effort to meet these goals through the 
implementation of the affirmative action plan. Procedures without 
the effort to make them work are meaningless, and effort undirected 
by specific and meaningful procedures is inadequate. 
Personnel- -Affirroatiye Action Procedures 
These procedures meet many of the requirements set forth in the 
Human Rights Act of 1981 Sec. 2-105, B 3 and the Illinois 
Administrative Code Chapter 11, §2520 Appendix A Part II, Part III, 
Part IV, and Part V. The procedures state the IVSSN's goal in 
employment, list methods to meet the self-analysis requirement, 
define when affirmative action is appropriate, and state reasonable 
action to be taken if affirmative action is deemed necessary. 
The sections of the procedures that state when affirmative action 
is necessary and the action that is required to address such 
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occurrences are reflecting the Supreme Court decisions of Johnson, 
Hammon, and Janowiak . Before affirmative action measures are used 
there must be a demonstrated underutilization of a protected group. 
The measures taken to remedy the underutilization would be voluntary 
and have short range goals. The goals would not set quotas and 
analysis of workforce would be based on occupational specific 
Illinois labor information . 
The Champaign Community Unit District No. 4 
Personnel--Administrative Procedures were utilized as the model. 
Modifications in IVSSN procedures reflect IVSSN organization where 
Charles N. Sutton, Regional Superintendent of Champaign and Ford 
Counties is the chief executive officer. The IVSSN has no governing 
board. 
IVSSN Personnel-- Affirmative Action Administrative Procedures 
General personnel - affirmative action. The ultimate goal of the 
IVSSN is the maintenance of the highest possible professional and 
academic standards in all its educational programs and services . In 
order to meet this goal, the IVSSN affirms and strictly adheres to 
its policy of equal opportunity in all aspects of employment. 
Self-analysis and identification of problem areas. The Director 
shall conduct an annual analysis of the Illinois Vocational Student 
Services Network's work force and employment practices in order to 
determine whether employment practices do exclude, or tend to 
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exclude, disadvantage, restrict or result in adverse impact or 
disparate treatment of protected groups . 
The Director shall first undertake an analysis of the major job 
groups in order to determine whether any protected group of persons 
(e.g. , women or Blacks) are currently being under- utilized in any of 
these job groups. A protected group of persons shall be considered 
under-utilized if a particular job group has fewer such persons than 
would be reasonably expected by their availability . 
of: 
Additionally, the Director shall undertake an in- depth analysis 
1. The total selection process, including position descriptions, 
position titles, position specifications, interview procedures, 
final selection process and similar factors; 
2. Transfer and promotion practices; 
3. Work force attitude . 
Reasonable basis for concluding that affirmative action is 
appropriate. If the self- analysis shows that one or more 
employment practices have or tend to have an adverse effect on 
employment opportunities of protected groups or groups whose 
employment opportunities have been artificially limited, then the 
IVSSN must proceed with appropriate reasonable action. The IVSSN 
specifically notes it is not necessary that the director finds a 
violation of any applicable administrative statute in order to 
conclude that action is appropriate. Specific examples of findings 
which could lead the director to conclude that action is appropriate 
may include: 
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1 . There is an underutilization of minorities or women in 
specific job gro~ps. 
2 . Position descriptions are inaccurate in relation to actual 
functions and duties. 
3 . No formal techniques established for evaluating effectiveness 
of EEO programs. 
4. The selection process eliminates a significantly higher 
percentage of minorities or women than nonminorities or men . 
Reasonable action . If the Director concludes that reasonable 
action is necessary, the affirmative action taken pursuant to this 
directive must be reasonable in relation to the problems disclosed by 
the self-analysis . Such reasonable affirmative action may involve 
the adoption and implementation of employment practices that will 
eliminate any actual or potential adverse impact or disparate 
treatment by providing opportunities for members of groups which have 
been excluded, regardless of whether the persons benefited were 
themselves the victims of prior policies or procedures that produced 
the adverse impact of disparate treatment of that perpetuated past 
discrimination . 
Examples of reasonable affirmative action include: 
1. The establishment of short-range interim goals and timetables 
for the specific job classification or groups, all of which 
should take into account the availability of basically qualified 
persons in the relevant job market; 
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2 . A recruitment program designed to attract qualified members 
of the group in question; 
·· 3. Revamping selection instruments or procedures that have not 
yet been validated in order to reduce or eliminate exclusionary 
effects on particular groups in particular job classifications; 
4 . The initiation of measures designed to assure that members of 
the affected group who are qualified to perform the job are 
included within the pool of persons from which the selecting 
official makes the selection; 
5. The establishment of a system for regularly monitoring the 
effectiveness of the particular affirmative action program, and 
procedures for making timely adjustments in this program where 
effectiveness is not demonstrated . 
The Fiscal Agent/Personnel Director emphasizes that: 
1. The affirmative action plan should be tailored to solve the 
problems that were identified in the self-analysis, and to ensure 
that employment systems operate fairly in the future, while 
avoiding unnecessary restrictions on opportunities for the 
work-force as a whole. The race, sex, and national 
origin-conscious provisions of the plan or program should be 
maintained only so long as necessary to achieve these objectives; 
2 . Goals and timetables should be reasonably related to such 
considerations as the need for prompt elimination of adverse 
impact or disparate treatment, the availability of basically 
qualified or qualifiable applicants, and the number of employment 
opportunities expected to be available . 
Illinois Vocational 32 
I nternal audit and reporting systems. The Director shall monitor 
records of referrals , placements, transfers, promotions, and 
terminations at all levels of employment to ensure that a 
nondiscriminatory policy is carried out. 
The Director shall advise the Fiscal Agent of program 
effectiveness and submit recommendations to improve unsatisfactory 
performance . 
Implementation of policy and development and a<lroinistration of 
the affirmative action plan. The Director shall administer the 
IVSSN's equal opportunity program. His/her responsibilities shall 
include implementing this policy on the development of an affirmative 
action plan, which shall, upon completion, be submitted to the Fiscal 
Agent for final approval . After the Fiscal Agent's approval, the 
director shall be responsible for administration of the plan. In 
both the implementation of this policy and in the administration of 
the plan, he/she shall be given the necessary administrative support 
and staffing support, and the director may delegate responsibilities 
and duties as necessary . 
Formal internal and external dissemination of policy and 
affirmative action plan. 
1 . Copies of this Policy and affirmative action plan shall be 
made available to all applicants and employees. 
2 . Reports dealing with the nature and implementation of the 
IVSSN's equal opportunity policies will be made to the Fiscal Agent 
in open meetings . 
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3 . Equal Employment Opportunity information and other pertinent 
brochures will be posted in appropriate places in the seven sites. 
4 . Meetings will be held for IVSSN coordinating regional 
superintendents and employees to disseminate , discuss, and assess the 
implementation of equal opportunity policies and affirmative action 
plans . 
5 . All direct sources of IVSSN recruitment for employment will 
be informed of the IVSSN's equal opportunity policy and will be asked 
to participate in its affirmative action program. 
Personnel Empl oyment Procedures 
The employment procedures that the IVSSN must follow are set 
forth in the grant (Barrett, Smoot) . The grant specifies procedures 
listed in the IVSSN employment procedures . 
IYSSN Personnel Employment Procedures 
The goal of the IVSSN is to establish an employment procedure 
that strictly addresses the policy of equal opportunity/affirmative 
action in all employment practices. 
Employmernt procedure . The Director shall utilize the following 8 
steps in employment . 
1 . Job descriptions and qualifications will be reviewed 
annually. Job descriptions and qualifications were established by 
the ISBE/DAVTE in the initial grant . 
2. All vacancies shall be listed with all state college and 
university placement offices . Vacancy advertisements shall also be 
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placed with major newspapers in the region. All advertisements shall 
state that the Illinois Vocational Student Services Network is an 
equal opportunity/affirmative action employer. 
3. Each applicant shall be required to submit a letter of 
application, a resume listing references, transcripts from all higher 
educational institutions and proof of proper certification from the 
ISBE when it is a bona fide occupational qualification . False or 
misleading statements shall be grounds for rejection of an 
application. All information supplied by the applicant is subject to 
verification. 
4 . The Director and two representatives from ISBE/DAVTE shall 
make up the screening committee . The job description will be the 
basis for screening. 
S. Interview committee composed of the Director, two ISBE/DAVTE 
representatives, a Coordinating Regional Superintendent , a 
regionalized vocational systems director and a community college 
representative from the appropriate ISBE/DAVTE established region 
will interview the top applicants for the professional position. 
6. A series of questions shall be developed and asked of each 
applicant. These questions shall be developed from the job 
description and qualifications. These questions shall also be 
reviewed annually to assure their appropriateness to the job . 
7. After each interview, the interviewee will be discussed and 
rated. If agreeable to the majority present, the candidate with the 
highest rating shall be offered the position. The committee 
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maintains the right to readvertise for the position, if in the 
opinion of fifty percent of the committee, the interviewees do not 
meet the standards of the IVSSN. 
8. Upon selection, the candidate will be offered the position at 
a salary based upon IVSSN salary schedule, with benefits that are 
listed in the policy manual. 
Implementation 
The IVSSN will plan to adopt the developed policies and 
procedures (See Appendix F) by December 1, 1989. The policy will be 
distributed to all employees, the steering corranittee, and the seven 
sites by December 15, 1989 . The materials will be scheduled to be 
discussed with employees on December 20, 1989 at a staff meeting. 
Potential Barriers to Implementation 
The two barriers that may make the affirmative action policy 
difficult to implement are the lack of qualified career guidance and 
counseling consultant candidates and the lack of minority career 
guidance and counseling consultant applicants. To qualify as a 
career guidance and counseling consultant candidate one must have 
guidance and counseling certification for ISBE. IVSSN has had 
difficulty in recruiting and employing consultants that meet 
certification requirements and that are acceptable to IVSSN . 
Conclusion 
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Conclusion and Recommendations 
The review of state and federal laws, and court cases and 
Illinois Administrative Code, made it apparent that the IVSSN must 
establish equal employment opportunity and affirmative action 
policies . The policies emphasize the need to employ the most 
qualified person for each position. It is important to ensure that 
all protected groups of people have no barriers artificially limiting 
their application, screening, hiring or promotions with the IVSSN. 
The IVSSN policies set specific procedures that accomplish that task 
and conform with requirements set forth in state and federal 
legislation, court decisions, and administrative code. 
Recommendations 
1 . The IVSSN adopt the equal employment opportunity and 
affirmative action policies and procedures as developed in this field 
study . 
2. The IVSSN Equal Employment Opportunity and Affirmative Action 
Policies and Procedures be disseminated and explained to coordinating 
regional superintendents, employees and applicants that are 
interviewed for positions. 
3. The director of the IVSSN conduct an internal and external 
audit and analysis of the employees and employment procedures after 
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the initial fourteen (14) consultants are employed. This would 
establish baseline data and be consistent with the policy. 
4 . Subsequent internal audits be conducted in July each year, 
the beginning of the fiscal year. By conducting the audit in July, 
the director will be in a position to review the previous fiscal 
year ' s statistics and adjust goals, if necessary, for the new year . 
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Appendix A 
Illinois Vocational Student Services Network Map of Regions 
REGIONAL VOCATIONAL ADMINISTRATORS COORDINAllNG REGIONAL SUPERINTENDENTS 
SUBURBAN COOK & LAKE COUNTl;.E:;.S __ _, __ _, __ ~..,....-----. 
Bonnie Maguire 
1004 Hea1enon Dr. 
Naper,,111e. IL 60540 
CHICAGO DISTRICTS 
Ea Palmer 
100 w Randolph 
CfliCago, IL 60601 
REGION I 
Roben Wolanin 
145 S Hill 
Roselle, IL 60172 
REGION II 
James Gillespie 
Ouaa C111es Training 
Cenier 
3010 · 41h Avenue 
Eas1 Mohne. IL 
61244 
RE~10N 111 
Mart L Hageme1s1er 
COJrlnouse 
521 Vermont 
C. ... 1ncy. IL 62301 
REGION IV 
Jamt.' s F Henry 
200 S F1~oe11ck 
Aan1oul. IL 61866 
REGION V 
8e1na1a Ou1gley 
OAVTE Oll1ce 
Spr1ng11etd. IL 62777 
REGION VI 
Da •. a L Love 
1ss ::- sua11e 214 
ISi t!J lll\ & lrusl BIClg 
Mi Ve1non. IL 62864 
STATE AGENCIES 
John Jo1oan 
DAVTE Oll1ce 
Sp11n~1,e10. IL 62777 
County Bu11d1ng 
Waukegan. IL 60085 
homas Weber 
2301 Sycamore Road 
DeKalb, IL 60115 
erarao J DeSrmone 
421 Country Farm Rd. 
Ber 500 
Wnealon. IL 60187 
--i---l_, t:arles N Sullon 
IV 200 S F1ed11ck 
Boa 919 
Ran1oul. IL 61866 
Richland Counly 
Counhousc 
Olney. IL 62450 
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Appendix B 
The Human Rights Ac~ of 1981, Amended in 1987 
22,422.05 Sec . 2-105 
"Equal Employment Opportunities; Affir•ative Action.--(A) 
Publi c Contracts . --Every party to a public contract shall: 
(1) Refrain from unlawful discrimination in employment and 
under take affirmative action to assure equality of employment 
opportun i ty and eli minate the effects of past discrimination; 
(2) Comply with the procedures and requirements of the 
Department's regulations concerning Equal Employment 
Opportunities and affirmat i ve action; 
(3) Provide such information, with respect t o its employees and 
appl icants for employment, and assistance as the Department may 
r easonably request. 
(B) State Agencies. --Every State executive department, board, 
commission, and inst rumentali ty shall: 
(1) Comply with the procedures and requirements of t he 
Department ' s regulations concerning Equal Empl oyment 
Opportunities and affirmative acti on ; 
(2 ) Provide such information and assistance as the Department may 
r equest ; 
(3) Establish, maintain, and carr y out a continuing affirmative 
action plan consistent with this Act and the regulat i ons of the 
Department designed to promote equal opportunity in every aspect 
of agency personnel policy and practice. This plan shall include 
a current detailed status report: 
(a) indi cating, by each position in State s ervi ce , the number, 
percentage, and average salary of individuals employed by race, 
na t ional origin as required by Department rule, sex and handicap, 
and any other category which the Department may r equire by rule; 
(b) identifying all positions in which the percentage of the 
people employed by race, na tional origi n as required by 
Department rule, sex and handicap and any other category wh ich 
tlw Deµartme11t may require by rule, is less than four- fifths of 
the p~rcentage of eacli of those components in the State work 
force; 
(c) sp~cif~ing the goals and methods for increasing the 
percentage by race , national origin as required by Department 
rul~, sex a11d handicap, and any other category whi ch t he 
DPpartm~n t may require by rul e , in State positions; 
(d) indicating progress and problems toward meeting equal 
em ployment opportunity goals ... 
"The State and any poli tical subdiv i sion , muni ci pa l corpora tion 
or othf'r governmental unit or agency , without regard t o the number of 
(its) emµloyees." 
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Appendix C 
AFFIRMATIVE ACTION INFORMATION 
STAT£ or ILLINOIS 
1987 ANNUAL AV!PAG!S 
Sally A. Jackson, Director 
Illinois Department of Employment Security 
Dianna Durham-McLoud, Deputy Director 
Program and Plann i ng Bureau 
Henry L. Jackson, Manager 
Economic Information and Analysis Division 
Illinois Department of Employment Security 
Program and Planning Bureau 
Economic Informat i on and Ana l ysis Division 
Publications Unit 
401 South State Street 
Chicago, Illinois 60605 
(312) 793-2316 
May 1988 
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PROFILE OF ILLINOIS' LABOR FORCE BY COUNTY - 1980 CENSUS 
Total Percent 
Labor Percent Percent Female 
County Force Female Minority* Minority* 
State total 5,412,533 42.5% 23.3% 10.1% 
Adams 33, 118 42.4% 2.9% 1. 3% 
Alexander 4,474 42. lX 22.0% 10.6% 
Bond 7,154 40 . 3% 2.6% 1.0% 
Boone 14,155 41.3% 7.8% 2.3% 
Brown 2,224 37.lX 0.1% 0 . 1% 
Bureau 17,716 40.4% 5.0% 1. 9% 
Calhoun 2,273 32.7% 0 . 4% 0.2% 
Caroll 8,406 39.1% 2.6% 0.9% 
Cass 6,486 38.8% 0.7% 0.2% 
Champaign 82,390 44.8% 11 . 5% 5.5% 
Christian 15,549 39.4% 0.9% o. 4% 
Clark 7,491 40.7% 0.0% 0.5% 
Clay 6, 162 38 . 3% 0.4% 0. 2% 
Clinton 14 I 063 39.9% 1.6% 0.9% 
Coles 25,436 45.4% 3.0% 1.3% 
Cook 2,512,212 43.6% 39.8% 17.1% 
Crawford 8,904 38.7% 1.1% o. 7% 
Cumberland 4,786 39.7% 0.8% 0 . 3% 
DeKalb 37' 011 44.5% 6.6% 2.8% 
DeWitt 8,223 38.4% 0.9% .0% 
Douglas 8,849 38.1% 2.7% 1.1% 
DuPage 354,965 41. 6% 8.7% 3.6% 
Edgar 9,515 40.6% 0.9% 0.5% 
Edwards 3,530 41.8% 0 . 2% 0.1% 
Effingham 14,243 40.4% 1.0% 0.5% 
Fayette 9,171 39.5% 0.8% 0. 3% 
Ford 7,020 40.1% 1. 4% 0.7% 
Franklin 15,927 36.6% o. 7% 0. 3% 
Fulton 17,922 38.3% 1.1% 0.7% 
Gallatin 2,943 37.3% 1. 3% 0.5% 
Greene 6,730 36.7% 0.6% 0.1% 
Grundy 14' 108 37.6% 4.5% 1.0% 
Hamil ton 3,412 36.3% 1.2% 0.4% 
Hancock 10,906 41.3% 0.6% 0.4% 
Hardin 1,940 35.5% 0.0% 0.0% 
Henderson 4,129 38.0% 1.1% 0.2% 
Henry 25,930 37.8% 3.5% 1.1% 
Iroquois 14,857 39.7% 3.3% 1.1% 
Jackson 27,828 42.7% 10.9% 5.1% 
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Total Percent 
Labor Percent Percent Female 
County Force Female Minority* Minority* 
Jasper 4,784 40.0X 1.3X 0.4X 
J e fferson 16,018 40.0X 3.7X l. 9X 
J e r sey 8,944 38.8X l. 7X 0.7% 
JoDav iess 11, 220 40.3X 1.1% 0.3% 
Johnson 3,490 37.8X 2.6% 1. 3% 
Kane 140,344 42.4X 21.8x 9.0% 
Kankakee 45,758 42.1% 12.3X 4.9X 
Kendall 19,023 40.0X 6.8% 2.3% 
Knox 28,960 42.9X 7.6% 3.5% 
Lake 209,926 42.0X 15.5X 6.8% 
LaSalle 52,065 39.8X 4.3% 1.2% 
Lawrence 7,139 39.2X 2.ox 0.7% 
Lee 17,053 42. lX 4.7% 1. 6% 
Livingston 18,484 41. 2X 2.6% o. 7% 
Logan 14,817 43.4X 2.2% 1. 3X 
McDonough 17' 115 44.lX 3. 7% 1. 5X 
McHenry 74,041 40. 6% 4.8% 1.4% 
McLean 60,337 45.3X 5.7% 2.7X 
Macon 61,766 41. 7X 10. lX 5.2% 
Macoupin 20,509 38. 2X l. 7% 0.6% 
Madison 110, 658 40.8% 6.7% 3.0X 
Marion 18,999 42.3% 4.8% 2.4% 
Marshall 6,292 36.6% o.9x 0 .4% 
Mason 7,940 36 . 4% 0. 5% 0.2% 
Massac 6,179 37.4X 4.8% 1.8% 
Menard 5,327 41.0X 1.0X 0. 5X 
Mercer 8,467 37.5% 1.1% 0.5% 
Monroe 9, 130 39.3% 1.0% 0.3% 
Montgomery 13,611 39 .0X 1.0X 0. 5% 
Morgan 17 ,315 42 .6% 3.4% 1. 7% 
Moultrie 6,562 40. 5% 0.4% 0.2% 
Ogle 22,552 41. 0X 4.4% 1. 9X 
Peori a 94,357 42.0% 12 .1% 5.5% 
Perry 8,994 36.4X 2.5% 1.0% 
Piatt 7,803 38. 9% 0.9% 0.5% 
Pike 7,850 36.6% 1.0% 0.5% 
Pope 1,537 37.3% 1. 2% 0.3% 
Pulaski 2,999 39. 4% 22.6% 10.2% 
Putnam 2,827 39.6% 1. 7% 1.0% 
Randol ph 14,490 39.6% 3.7% 1.6% 
Richland 7,984 41.0% 0.9% 0.6% 
Rock Island 79,625 42.2% 13.1% 5.7X 
St. Clair 105,467 43 .6X 22.3% 11.0% 
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Total Percent 
Labor Percent Percent Female 
County Force Female Minority* Minority* 
Saline 10,998 38.8% 3.6% 1. 5% 
Sangamon 90,604 46.4% 6.8% 3.3% 
Schuyler 3,597 37.6% 0.6% 0.3% 
Scott 2,682 35.9% 0.7% 0.2% 
Shelby 10' 194 37.2% 1.0% 0.3% 
Stark 3,101 36.2% 0.9% 0.2% 
Stephenson 24,949 44.1% 6.1% 2.9% 
Tazewell 62,099 39.0% 1.6% 0.8% 
Union 7,371 38.0% 1.1% 0.4% 
Vermilion 42,375 41.8% 9.3% 4.5% 
Wabash 6, 111 38.9% 2.7% 1.1% 
Warren 9,899 40.3% 3.7% 1. 4% 
Washington 6,611 38.6% 0.8% 0.4% 
Wayne 7,752 40.0% 1. 3% 0.6% 
White 7,666 38.9% 2.0% 1. 3% 
Whiteside 30,579 39.3% 13.1% 4.2% 
Will 151,318 39.9% 16.5% 6.9% 
Williamson 24,173 39.9% 2.0% 0.8% 
Winnebago 124,456 42 . 0% 11.1% 5.5% 
Woodford 15,082 38.6% 0.9% 0.5% 
* Nonwhite and Hispanic divided by TOTAL. 
** Less than 0.05 percent . 
-.·· .. · 
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Appendix D 
Champaign Co111T1Unity Unit School District No. 4 500.20 
PERSONNEL 
GENERAL PERSONNEL - Non-Discrimination 
It shall be the policy of the Board of Education of this District to prohibit 
discrimination against any employee on account of race, color, creed, religion, 
national origin, ancestry, sex, age, marital status, physical or mental handicap 
unrelated to ability, or unfavorable discharge from the military. The prohi-
bition against discrimination on account of sex is also intended to bar sexual 
harassment in any fonn. 
Sexual harassment is defined as unsolicited sexual advances, sexual advances 
linked to the promise of rewards, coercion by threat of punishment and sexual 
assault. 
When there is evidence of violation of this policy or violation of provisions of 
Title VII and or Title IX as they apply to sex discrimination, the Board shall 
take appropriate action, including warning and/or disciplinary action as 
warranted. 
LEG. REF.: Meritor Savings v. Vinson (U.S. Supreme Court, 1986). . 
Title Vil, Sex Discri minat ion under the Civ i l Rights Actio~ of 1964. 
Title IX, Non-discrimination on the Basis of Sex in Education 
Programs and Activities Receiving or Benefitting from Federal 
Financial Assistance of the Educational Amendments of 1972. 
CROSS REF.: 500.08 
Approved January 12. 1987 
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Champaign .Corrrnunity Unit School District No. 4 500.20R 
PERSONNEL - ADMINISTRATIVE PROCEDURES 
GENERAL PERSONNEL - Non-Discrimination 
It shall be the policy of the Board of Education of this District to prohibit 
discrimination against any employee on account of race, color, creed, religion, 
national origin, ancestry, sex, age, marital status, physical or mental handicap 
unrelated to ability, or unfavorable discharge from the military. The prohi-
bition against discrimination on account of sex is also intended to bar sexual 
harassment in any form. 
Sexual harassment is defined as unsolicited sexual advances, sexual advances 
linked to the promise of rewards, coercion by threat of punishment and sexual 
assault. 
Any employee who believes he/she has been discriminated against by any 
supervisor or other employee may ilTITlediately notify his/her supervisor, or if 
the supervisor is alleged to have discriminated, the next ilTlllediate supervisor 
may be notified. Such notice shall be in writing and contain a sulTl'Tlary of the 
nature of the discriminatory conduct alleged. A copy of the notice should be 
sent to the Superintendent, or if the Superintendent is alleged to have dis-
criminated, to the President of the Board . 
After receiving notice of discrimination, a hearing shall be convened within ten 
(10) working days by the Superintendent or designee or by the President of the 
Board to ascertain the facts of such discriminatory conduct. If the complaint 
is j ustified, appropriate disciplinary action should be reco111T1ended to the 
Board by the Superintendent or the President of the Board, including warning 
and/or disciplinary action as warranted. 
Approved January 12, 1987 
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Champaign Corrrnunity Unit School District No. 4 500.21 
PERSONNEL 
GENERAL PERSONNEL - Affirmative Action 
The ultimate goal of the Board of Education is the maintenance.of the highest 
possible professional and academic st andards in all its educational programs and 
services. In order to meet th i s goal, the Board affirms and strictly adheres to 
its policy of equal opportunity in ail aspects of employment. 
The Board recognizes that, in order to ensure that applicants for employment and 
employees with appropriate qual ifications and responsibilities are afforded 
equal employment opportunities, it must also take reasonable action: (1) to 
eliminate the effects of any present practices, procedures, an~ policies that 
have an adverse impact upon a prot ected group unless such practices, procedures, 
or policies are justified by a business necessity; (2) to correct the effects of 
any past discriminatory practices; and (3) avoid the results of any available 
artificially limited labor pools. 
Accordingly, the Board directs the administration to develop an affirmative 
action plan, which shall contain a set of specific and result-oriented 
procedures in order to accomp l ish these goals, based upon the guidelines set 
forth below. Additionally, the Board corrmits itself to apply a good faith 
effort to meet these goals through the implementation of the affirmative action 
plan because procedures w~thout effort to make them work are meaningless, and 
effort undirected by specific and meaningful procedures is inadequate . 
Approved May 11, 1981 
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Champaign Cormiunity Unit School District No. 4 S00.21R 
PERSONNEL - ADMINISTRATIVE PROCEDURES 
GE NERAL PERSONNEL - Affirmative Action 
The ultimate goal of the Board of Education is the maintenance ·of the highest 
possible professional and academic standards in all its educational programs and 
services. In order to meet this goal, the Board affirms and strictly adheres to 
its policy of equal opportunity in all a5pects of employment. 
Self-Analysis and Identification of Problem Areas 
The Administration shall conduct an analysis of the school district's work force .. 
and employment practices in order to determine whether employment prac tices 
(1) do, or tend to exclude, disadvantage, restrict or result in adverse impact 
or disparate treatment of previously excluded groups or (2) leave uncorrected 
the effects of prior discrimination and if so , attempt to determine why. 
The administration shall first unuertake an analysis of the major job groups in 
order to detennine whether any protected group of persons (e.g., women or 
blacks) are currently being underutilized in any of these job groups. A 
protected group of persons shall be considered underutilized if a particular job 
group has fewer such persons than would be reasonably expected by their avail-
ability. 
Additionally, the administration shall undertake an in-depth analysis of: 
1. The total selection process including position descriptions, 
position titles, position specifications, applicant forms, 
interview procedures, test administration, test validity, 
referral procedures, final selection process and similar factors; 
2. Transfer and promotion practices; 
3. Seniority practices and seniority provisions of collective 
bargaining contracts; 
4. Work force attitude; 
5. Miscellaneous employment procedures such as notification to labor 
unions and subcontractors and retent ion of employee and applicant 
records. 
Reasonable Basis for Concluding Affirmative Action is Appropriate 
If the self-analysis shows that one or more employment practices (1) have or 
tend to have an adverse effect on employment opportunities of members of 
previously excluded groups or groups whose employment opportu~itie~ ha~e_bee~ 
artificially limited ; (2) leave uncorrected the effects of prior d1scr1m1nat1on; 
1 of 5 
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Ch~mpaign Commun1ty Unit School District No. 4 500.21R 
GENERAL PERSONNEL - Affinnative Action 
or (3) result in disparate treatment , the administration may conclude that 
ac t ion is appropriate. ;he Board specifically notes that it is not necessary 
that the administrators find a violation of any applicable antidiscrimination 
statute in order to conclude that action is appropriate. 
Specific examples of findings which could lead the admi nistration to conclude 
that action is appropriate ~2Y include: 
1. There is an "underutiiiiation'' of minorities or women in specific 
job groups. 
2. Lateral and/or vertical movement of minority or female employees 
occur at a lesser rate (compared to work force mix) than that of 
nonminority or male employees . 
3. The selection process eliminates a significantly higher percen-
tage of minorities or women than nonminorities or men. 
4 . Application and related preemployment forms are not in compliance 
with antidiscrimination legislation. 
5. Position descriptions are inaccurate in relation to actual 
functions and duties. 
6. Referral ratio of minorities or women to the hiring supervisor 
indicates a significantly higher percentage are being rejected as 
compared to nonminority and male applicants. 
7. Minorities or women are excluded from or not pa r ticipating in 
school - sponsored activities or programs . 
8. De facto segregation still exists at some schools. 
9. Seniority provisions contribute to overt or inadvertent discrimi-
nation; i.e., a disparity or minority group status or sex exists 
between length of service and types of job held. 
10 . There is nonsupport of school policy by administrators or other 
employees. 
11. Minorities or women are underutilized or significantly under-
presented in training or career improvement programs. 
12. No formal techniques established for evaluating effectiveness of 
EEO programs. 
2 of 5 
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Champaign Community Unit School District No. 4 S00.21R 
GENERAL PERSONNEL - Affinnative Action 
Reasonable Action 
If the administration concludes that reasonable action is necessary, the affirm-
ative action taken pursuant to this directive must be reasonable in relation to 
the problems disclosed by the self-analysis. Such reasonable affirmative action 
may involve the adoption and implementation of employment practices that will 
eliminate any actual or potential adverse impact, disparate treatment, or effect 
of past discrimination by providing opportunities for members of groups which 
have been excluded, regardless of whether the persons benefited were themselves 
the victims of prior policies or procedures that produced the adverse impact or 
disparate treatment or that perpetuated past discrimination .•.. 
. Examples of reasonable affirmative action include: 
1. The establishment of a long-tenn goal and short-range, interim 
goals and timetables for the specific job classification or 
groups, all of which should take into account the availability of 
basically qualified persons in the relevant job market; 
2. A recruitment program designed to attract qualified members of 
the group in question; 
3. Revamping selection instruments or procedures that have not yet 
been validated in order to reduce or eliminate exclusionary 
effects on particular groups in particular job classifications; 
4. The initiation of measures designed to assure that members of the 
affected group who are qualified to perform the job are included 
within the pool of persons from which the selecting official 
makes the selection; 
5. A systematic effort to provide career advancement training, both 
classroom and on-the-job, to employees locked into dead-end jobs; 
6. The establishment of a system for regularly monitoring the 
effectiveness of the particular affirmative action program, and 
procedures for making timely adjustments in this program where 
effectiveness is not demonstrated. 
The Board of Education emphasizes that: 
1. The affirmative action plan should be tailored to solve the 
problems that were identified in the self-analysis, and to ensure 
that employment systems operate fairly in the future, while 
avoiding unnecessary restrictions on opportunities for the 
work-force as a whole. The race, sex, and national origin 
conscious provisions of the plan or program should be maintained 
only so long as is necessary to achieve these objectives; and 
3 of 5 
Illlinois Vocational 55 
Champaign Community Unit School District No. 4 500.21R 
GEflEP.AL PERSONNEL - Affirmative Act ion 
2. Goals and timetables should be reasonably related to such con-
siderations as the effects of past discrimination, the need for 
prompt elimination of adverse impact or disparate treatment , the 
availability of basically qualified or qualifiable applicants, 
and the number of employment opportunities expected to be 
available. 
Internal Audit and Reporting Systems 
The administration shall monitor records of referrals, placements, transfers, 
promotions. and termination at all levels of employment to ensure that a non-
discriminatory policy is carried out. 
The administration shall require formal reports from all administrators with 
authority to hire on a scheauled basis as to degree to which school district 
goals are attained and timetables met , and shall review report results wi th the 
Soa rd and all levels of nanagement. 
The administration shall advise the Board of program effectiveness and submit 
recorrrnendations to improve unsatisfactory performance. 
rm lementation of Board Polic and Develo ment and Administration of the 
Affirmative Action P an 
The Superintendent shall appoint himself/herself or an administrator as director 
of the school district's equal opportunity program. His/her identity should 
appear on all internal and external corrrnunications on the school distr ict's 
equal ooportunity programs. His/her responsibilities shall include implementing 
this policy on the development of an affirmative action plan, which shall, upon 
completion and after review by the Superintendent, be submitted to the Board for 
final approval. After Board approval, the director shall be responsible for 
administration of the plan. In both the implementation of this policy and in 
the administration of the plan, he/she shall be given the necessary administra-
tive support and staffing support. and the director may delegate responsi -
bilities and duties as necessary. 
Formal Internal and External Dissemination of Board Policy and Affinnative 
Acti on Plan 
1. Copies of this Policy and the Affirmative Action Plan shall be made 
available to all members of the community, including employees, applicants, 
and union officials. 
2. Reoorts dealing with the nature and implementation of the school district's 
equal oppo rtunity policies will be made to the Board in open meetings. 
3. Equal employment opportunity information and other pertinent school district 
and governmental brochures will be posted in appropriate places in the 
school district. 
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4. Meetings will be held for school district employees to dissemtnate. discuss. 
and assess the implementaticn of equal opportunity policies and affirmative 
action plans. 
5. All direct sources of school district recruitment for employment will be 
informed of the school district's equal opportunity policy and will be 
requested to participate in its affirmative action program. 
Board of Education Contractors and Vendors 
Any person who enters into a contract with the Board shall .refrain from unlawful 
discrimination in employment and undertake affirmative action to assure equality 
of employment opportunity and eliminate the effects of past discrimination. 
Such person shall also comply with the procedures and requirements of any 
federal or state agency's regulations concerning equal employment and affirma-
tive action and provide such information with respect to its employees and 
applicants for employment. and assistance as the Board may reasonably request. 
The administration shall develop a contract .clause which shall reflect the 
Board's policy and which shall be intersected in all such contract. 
Approved May 11, 1981 
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Appendix F 
The Illinois Vocational Student Service Network 
Equal Eaployaent Opportunity and Affiraative Action Policies 
Effective Deceaber 1, 1989. 
Charles N. Sutton 
Fiscal Agent/Personnel Director 
Illinois Vocational Student Services Network 
II /a9 l??f 
Date 
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IVSSN General Personnel Policy 
It shall be the policy of the Illinois Vocational Student 
Services Network to prohibit discriaination against any eaployee on 
account of race, color, creed, religion, national origin, ancestry, 
sex, age, aarital status, physical or aental handicap unrelated to 
ability, or unfavorable discharge from the ailitary. The prohibition 
against discriaination on account of sex is also intended to bar 
sexual harassaent in any fora. 
Sexual harassaent is defined as unsolicited sexual advances, 
sexual advances linked to the promise of rewards, coercion by threat 
of punishment and sexual assault. 
When there is evidence of violation of this policy or violation 
of provisions of Title VII or Title IX as they apply to sex 
discrimination, the Fiscal Agent/Personnel Director shall take 
appropriate action, including warning and/or disciplinary action as 
warranted. 
IVSSN General Personnel--Non-Discrimination Procedures 
It shall be the policy of the IVSSN to prohibit discrimination in 
employment procedures or against any employee on account of race, 
color, creed, religion, national origin, ancestry, sex, age, aarital 
status, physical or aental handicap unrelated to ability, or 
unfavorable discharge from the military. The prohibition against 
discrimination on account of sex is also intended to bar sexual 
harassment in any fora. 
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Sexual harassaent is defined as unsolicited sexual advances, 
sexual advance linked to the proaise of rewards, coerc.ion by threat 
of punishaent and sexual assault. 
Any eaployee who believes he/she has been discri•inated against 
by any supervisor or other employee aay i•mediately notify the 
director, or if the director is alleged to have discri•inated, the 
Fiscal Agent/Personnel Manager aay be notified. Such notice shall be 
in writing and contain a su•mary of the nature of the discriminatory 
conduct alleged. A copy of the notice should be sent the Fiscal 
Agent/Personnel Manager. 
After receiving notice of discrimination, the Fiscal Agent or 
designee shall convene a hearing within ten (10) working days to 
ascertain the facts of such discriminatory conduct. If the complaint 
is justified, appropriate disciplinary action should be taken. 
IVSSN General Personnel--Aff irmative Action 
Affirmative Action Policy 
The ultimate goal of the IVSSN is the aaintenance of the highest 
possible professional and acade•ic standards in its educational 
programs and services. Jn order to aeet this goal, the IVSSN affir•s 
and strictly adheres to its policy of equal opportunity in all 
aspects of employ•ent. 
The IVSSN recognizes that, in order to ensure that applicants for 
employment and employees with appropriate qualifications and 
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responsibilities are afforded equal employment opportunities, it •ust 
also take reasonable action: 
(1) to eli•inate the effects of any present practices, 
procedures, and policies that have an adverse i•pact upon a 
protected group unless such practices, procedures, or policies 
are justified by a business necessity; and 
(2) to avoid the results of any available artificially li•ited 
labor pools. 
Accordingly, the JVSSN shall have the director develop an 
affir•ative action plan, which shall contain a set of specific and 
result-oriented procedures in order to acco•plish these goals, based 
upon the guidelines set forth below. Additionally, the IVSSN commits 
itself to apply a good faith effort to •eet these goals through the 
implementation of the affirmative action plan. Procedures without 
the effort to •ake them work are •eaningless, and effort undirected 
by specific and •eaningful procedures is inadequate. 
IVSSN Personnel--Aff irmative Action Administrative Procedures 
General Personnel - Affirmative Action 
The ultimate goal of the IVSSN is the •aintenance of the highest 
possible professional and academic standards in all its educational 
progr8.llls and services. In order to •eet this goal, the IVSSN affir•s 
and strictly adheres to its policy of equal opportunity in all 
aspec ts of employment. 
Self-Analysis and Identification of Problem Areas 
The Director shall conduct an annual analysis of the Illinois 
Vocational Student Services Network's work force and employ•ent 
prac tices in order to determine whether employment practices do 
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exclude, or tend to exclude, disadvantage, restrict or result in 
adverse impact or disparate treatment of protected groups. 
The Director shall first undertake an analysis of the •ajor job 
groups in order to determine whether any protected group of persons 
(e.g . , women or Blacks) are currently being under-utilized in any of 
these job groups. A protected group of persons shall be considered 
under-utilized if a particular job group has fewer such persons than 
would be reasonably expected by their availability . 
Additionally, the Director shall undertake an in-depth analysis 
of: 
1. The total selection process, including position descriptions, 
position titles, position specifications, interview procedures, 
final selection process and similar factors; 
2. Transfer and promotion practices; 
3. Work force attitude. 
Reasonable Basis for Concluding that Affirmative Action is 
Appropriate 
If the self-analysis shows that one or aore employment practices 
have or tend to have an adverse effect on employment opportunities of 
protected groups or groups whose employment opportunities have been 
artificially liaited, then the IVSSN must proceed with appropriate 
reasonable action. The IVSSN specifically notes it is not necessary 
that the director finds a violation of any applicable administrative 
statute in order to conclude that action is appropriate. Specific 
.. 
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examples of findings which could lead the director to conclude that 
action is appropriate •aY include: 
1. There is an underutilization of minorities or women in 
specific job groups. 
2. Position descriptions are inaccurate in relation to actual 
functions and duties. 
3. No for•al techniques established for evaluating effectiveness 
of EEO progra•s . 
4. The selection process eliminates a significantly higher 
percentage of a inorities or women than nonainorities or •en. 
Reasonable Action 
If the Director concludes that reasonable action is necessary, 
the affirmative action taken pursuant to this directive •ust be 
reasonable in relation to the problems disclosed by the 
self-analysis. Such reasonable affirmative action may involve the 
adoption and i•plementation of employment practices that will 
eliainate any actual or potential adverse impact or disparate 
treatment by providing opportunities for members of groups which have 
been excluded, regardless of whether the persons benefited were 
themselves the victi•s of prior policies or procedures that produced 
the adverse impact of disparate treatment of that perpetuated past 
discrimination. 
Examples of reasonable affirmative action include: 
1. The establishment of short-range interi• goals and timetables 
for the specific job classification or groups, all of which 
should take into account the availability of basically qualified 
persons in the relevant job •arket; 
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Internal Audit and Reporting Systems 
The Director shall •onitor records of referrals, placements, 
transfers, pro•otions, and ter•inations at all levels of employment 
to ensure that a nondiscri•inatory policy is carried out. 
The Director shall advise the Fiscal Agent of program 
effectiveness and submit recommendations to iaprove unsatisfactory 
perfor•ance. 
l•plementation of Policy and Development and Administration of 
the Aff ir•ative Action Plan 
The Director shall administer the IVSSN's equal opportunity 
program. His/her responsibilities shall include iaplementing this 
policy on the develop•ent of an affirmative action plan, which shall, 
upon completion, be submitted to the Fiscal Agent for final 
approval. After the Fiscal Agent's approval, the director shall be 
responsible for administration of the plan. In both the 
iapleaentation of this policy and in the administration of the plan, 
he/she shall be given the necessary administrative support and 
staffing support, and the director •ay delegate responsibilities and 
duties as necessary. 
Formal Internal and External Dissemination of Policy and 
Affirmative Action Plan 
1. Copies of this Policy and affirmative action plan shall be 
•ade available to all applicants and employees. 
2. Reports dealing with the nature and i•ple•entation of the 
IVSSN's equal opportunity policies will be •ade to the Fiscal Agent 
in open aeetings. 
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3. Equal Eaployaent Opportunity inforaation and other pertinent 
brochures will be posted in appropriate places in the seven sites. 
4. Meetings will be held for IVSSN coordinating regional 
superintendents and e•ployees to disse•inate, discuss, and assess the 
i•ple•entation of equal opportunity policies and affir•ative action 
plans. 
5. All direct sources of JVSSN recruit•ent for e•ployaent will 
be informed of the IVSSN's equal opportunity policy and will be asked 
to participate in its affir•ative action program. 
IVSSN Personnel Eaployaent Procedures 
The goal of the JVSSN is to establish an e•ployment procedure 
that strictly addresses the policy of equal opportunity/affirmative 
action in all eaployment practices. 
EMPLOYMENT PROCEDURE 
The Director shall utilize the following 8 steps in eaployment. 
1. Job descriptions and qualifications will be reviewed 
annually. Job descriptions and qualifications were established by 
the ISBE/DAVTE in the initial grant. 
2. All vacancies shall be listed with all state college and 
university placeaent offices. Vacancy advertiseaents shall also be 
placed with aajor newspapers in the region. All advertisements shall 
state that the Illinois Vocational Student Services Network is an 
equal opportunity/affirmative action employer. 
3. Each applicant shall be required to subait a letter of 
application, a resuae listing references, transcripts from all higher 
educational institutions and proof of proper certification fro• the 
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JSBE when it is a bona fide occupational qualification. False or 
•isleading state•ents shall be grounds for rejection of an 
application. ·· All information supplied by the applicant is subject to 
verification. 
4. The Director and two representatives from ISBE/DAVTE shall 
•ake up the screening committee. The job description will be the 
basis for screening. 
5. Interview committee composed of the Director, two JSBE/DAVTE 
representatives, a Coordinating Regional Superintendent, a 
regionalized vocational systems director and a community college 
representative from the appropriate JSBE/DAVTE established region 
will interview the top applicants for the professional position. 
6. A series of questions shall be developed and asked of each 
applicant. These questions shall be developed from the job 
description and qualifications. These questions shall also be 
reviewed annually to assure their appropriateness to the job. 
7. After each interview, the interviewee will be discussed and 
rated. If agreeable to the majority present, the candidate with the 
highest rating shall be offered the position. The coamittee 
aaintains the right to readvertise for the position, if in the 
opinion of fifty percent of the committee, the interviewees do not 
•eet the standards of the IVSSN. 
8 . Upon selection, the candidate will be offered the position at 
a sa1ary based upon JVSSN salary schedule, with benefits that are 
listed in the policy aanual. 
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